In this article, we analyse whether involuntary job separations present long-term effects upon individuals' careers, and the magnitude of such effects. For this purpose, the impact of involuntary job separations on three measures of occupational prestige is examined, using the British Household Panel Survey. Involuntary job separations are found to show a negative effect upon those occupational prestige scales. In particular, when additional involuntary job separations are suffered, this negative impact is persistent and cumulative. Moreover, this observed decrease in prestige levels is enhanced by the length of job separations. Our results help to explain why displaced workers suffer persistent earnings losses compared to non-displaced workers along their work-life history.
Introduction
The objective of this paper consists of testing whether involuntary job separations -IJS for short-present any influence on individuals' labour career in the long-term. It is widely known that IJS exhibit important long-term effects on wages. Many empirical studies have measured such wage losses in the short and the long run (Topel, 1990; Ruhm, 1991; Farber, 1993; Jacobson et al., 1993; Stevens, 1997) . This literature stresses that long-term wage and earnings losses caused by job displacements are large.
However, as Rhum (1991) shows, these wage losses are not related in the long-term to a significantly lower attachment to the labour market 1 . In a similar way, Jacobson et al. (1993) find that earnings losses are large even for those workers who find new jobs in similar firms.
Labour careers of individuals who are suffering IJS can certainly go on.
However, is its 'quality' affected by IJS in the long-term? In other words, in spite of their attachment to the labour market, do workers who suffer IJS present a 'worse' career due to these breaks? Might the influence of IJS on individuals' labour career help to explain these permanent earnings losses in spite of the continuous attachment to the labour market?
In order to answer this question, some variable measuring the quality of the different jobs held along the life-cycle is required. This fact constitutes a problem which is common to the empirical analyses arising from the theory of career mobility. For instance, when Sicherman and Galor (1990) try to test the implications of their theory of career mobility, they build a so-called vertical ranking of occupations. This ranking is "an occupational index that will serve as an indicator for the amount of human capital needed to work in different occupations" (Sicherman and Galor, 1990, p. 189 ). This index is very similar to measures of occupational status or occupational prestige that have been traditionally developed by sociologists 2 . One may wonder the reason why those authors use an occupational index (instead of wages). Given that wages are linked to occupations in many ways, wages and this type of occupational indicators must be highly correlated. However, it may be the case that careers are affected by IJS even when IJS do not decrease future wages; that is, after a job displacement takes place, individuals may be unable to attain occupations of a similar "quality" as the ones in which they had previously been hired. In those cases, occupational prestige scales will certainly be convenient proxies to contrast whether IJS present any influence on labour careers. This fact becomes especially important when researchers do not have information on wages for every job held along individuals' life-cycles, as is our case in this research.
For the purpose of this article, three different prestige scale scores are used: the Hope-Goldthorpe Scale (HGS) score, the Cambridge Scale score, and the Camsis Scale score (see section 3 for their corresponding definitions). Through the use of those different measures of occupational prestige, we are able to explore whether or not IJS show permanent effects on individuals' labour careers. Specifically, a negative relationship between IJS and the occupational prestige score is expected. This hypothesis is tested with the British Household Panel Survey (BHPS). Specifically, our empirical work is divided into two distinct parts. First, we undertake ordinary least squares regressions on occupational prestige scores along individual life-courses.
Second, we outline an empirical differences-in-differences framework for identifying the impact of past involuntary displacements on the occupational prestige associated with the current job. We find that IJS decrease in a non-negligible way the occupational prestige along the individual's labour career (even with different definitions of the IJS variable). This fact therefore confirms that IJS present permanent effects on labour careers. It is also found that this negative effect is not large in terms of the occupational prestige. Nonetheless, this impact is associated to the individual's changing of occupations, which is very likely to imply the loss of any specific human capital. In addition, those occupational prestige losses are substantially affected by the length of time spent into non-employment after a job separation takes place. Our results allow to offer an explanation for the important long-term earnings losses detected among displaced workers, in spite of their continuous attachment to the labour market.
Moreover, they reveal the persistence of these separation effects over time.
The article proceeds as follows. In the second section we describe the characteristics of the data base. Section three defines and describes the three measures of occupational prestige used in the analysis. The fourth section deals with the empirical results regarding the influence of IJS on the occupational prestige score. Finally, the conclusions section resumes the main findings.
Data and main variables' description
Our data are from the first three waves of the British Household Panel Survey (BHPS).
The first wave was designed as a nationally representative sample of the population of Great Britain living in private households in the Autumn of 1991 (the north of Scotland is not included). Approximately, 5,500 British private households (containing about 10,000 persons) were interviewed. These original sample respondents have been followed (even if they split off from their original households) and they, and their adult co-residents, interviewed at approximately one year intervals subsequently.
Information is recorded on labour market status at each interview, and for the period between 1 September a year before and the interview date. Thus, for respondents present at waves 1 to 3, we have a complete and detailed record of their labour market status from 1 September 1990 (or before: the start date of a job held at that date is known) to at least 1 September 1993. In addition, for our analysis, it is also necessary to have information on the respondent's entire career. In order to fill the gap since leaving full-time education to the start of the panel-derived labour market history, retrospective data were also collected in waves 2 and 3. In wave 2 a complete employment status history was collected, recording non-employed states in detail, and in wave 3 a complete job history was collected with detailed information on every job held (see the appendix for documentation on the data sets from the BHPS used in this paper). Thus, we can construct a complete employment/labour market status history for nearly every individual in the survey from his/her first job to the year 1993.
The analysis reported in this paper uses a sub-sample consisting of all original sample members aged at least 34 years-old at 1-December-93, so as to avoid very short life courses. The sub-sample with non-missing information on the covariates used in the empirical analysis consists of 5,888 individuals. In principle, recall bias is a problem for our analysis. However, in practice, previous research attempting to assess the magnitude of recall effects in the BHPS has not found in particular this kind of bias. Indeed, it has been argued that much of the recall error can be described as random error, the exception being for short duration events -especially unemployment. This can result in a biased and inaccurate account of cumulative experience, but need not be any worse than error inherent in data collected by panel methods. The BHPS has also attempted to minimize recall error by asking sample members to detail marital and fertility events (which tend to be well remembered) prior to their employment histories, thereby providing a chronological ordering of personal histories aiding the recall of employment events. This procedure has been shown to work well in other surveys. Hence we argue that the recall error in the BHPS labour histories is less of a problem than in most other retrospective data sets.
As the facts analysed in the article exhibit a close connection to individuals' life cycle, an explicit consideration of the different birth cohorts will allow a better understanding of the results. The definition of the different cohorts is as follows:
• First cohort: individuals who were born between 1906 and 1919.
• Second cohort: individuals who were born between 1920 and 1929.
• Third cohort: individuals who were born between 1930 and 1939.
• Fourth cohort: individuals who were born between 1940 and 1949.
• Fifth cohort: individuals who were born between 1950 and 1959. Table 1 presents some cohort characteristics. Most of individuals in the first two cohorts -and partially those in the third one-are above the mandatory retirement age.
Thus, we are able to observe the complete life-cycle evolution of their employment status dynamics. On the contrary, life cycles must be considered as 'right-censored' in the remainder cohorts. The starting average year of the first spell offers an idea of the problems -or advantages-that each cohort must face in their eventual entry into the labour market. Whereas the first cohort starts their work-life histories at the beginning of the Great Depression, the second one does amidst the Second World War, the third one in the early fifties -i.e., while the economy was recovering from the previous recession period-, the fourth one in the early sixties, and finally, the last cohort's first spell is fairly close to the first oil shock. In order to appreciate how certain exogenous events might have affected the cohorts' labour market evolution, Table 1 also reports their average age at the first and second oil shocks. The first two cohorts must not have been substantially affected by these shocks, whereas the remainder ones have presumably suffered the consequences of the oil crisis -especially the last two cohorts-either through redundancies, or through longer and more frequent unemployment spells, or both.
We have divided the information provided by the survey to the question about reasons to leave the job in two groups. Firstly, involuntary reasons: made redundant; dismissed or sacked; temporary job ended; or stopped by health reasons. Secondly, the remainder of reasons (presumably voluntary): promoted/left for a better job; took retirement; left to have a baby; and children/home care. Different IJS variables are then defined: the number of IJS, a dummy variable indicating whether the individual has ever been involuntarily displaced, and, finally, the ratio of the number of IJS over number of employment spells. This latter variable is taken as a measure of the 'frailty' of the labour career. Table 2 to family care -which are usually more present among women-this distribution by gender is hardly surprising. Therefore, from these data, the conclusion should not be that women have less fragile careers, but, rather, that their labour career is more affected than that of men by reasons related to family and to culture and social values (or prejudices). As regards birth cohorts, the three IJS variables attain their highest values for the third one. This cohort includes individuals those who were born in the Great Depression and who reached maturity during the oil shocks (38 years-old in the first of those shocks). Those shocks have presumably affected their careers, in the form of suffering a higher incidence of involuntary job separations than the remainder cohorts.
Measures of occupational prestige
The Hope-Goldthorpe Scale (HGS) score was derived from a survey on the social standing of occupations, whereby jobs were ranked in terms of their social desirability by the interviewees 3 . The underlying assumption behind the prestige measure by Goldthorpe and Hope (1974) is that judgement of occupations is based on various dimensions such as the living conditions it provides, the necessary knowledge it requires, the income earned in each occupation, and its social usefulness Marin and Psacharopoulos (1982) . The latter authors find that the risk of fatal injury presented a clear negative effect on the occupational prestige. In this sense, the HGS is related to the desirability of different occupations. For instance, job safety is an important factor in the desirability of an occupation, even when the effect of income is discounted, as Marin and Psacharopoulos (1982) show.
Whereas the HGS score is therefore a reputational evaluation, the Cambridge Scale is an associative one. Based on the scaling of survey respondents' occupational friendship and marriage scores, the Cambridge Scale is regarded by its originators as a broad measure of social stratification and social inequality. It consists of a measure of differential advantage as indicated by the tendency of those enjoying similar life-styles to interact socially on the basis of equality. It uses occupational groups as the basic units (for details, see Blackburn and Stewart, 1975) . The minimum in this scale score (value 3 Though the survey was launched in 1972, it must be underlined that various prestige measurements have been empirically found to show strong correlating indexes (a correlation coefficient of 0.8 and 0.9 was found by Wegener, 1992). Moreover, occupational prestige indicators surprisingly exhibit great stability along time: since the year 1925 the structure of occupational prestige has remained almost constant in occidental countries (see Hauser and Featherman, 1977) . Therefore, the use of an occupational prestige indicator seems specially convenient for our objective. 4 Goldthorpe and Hope (1974, p. 5 ) define the occupational prestige as "the position of an individual or group within a structure of relations of deference, acceptance and derogation, which represents a distinctive, 'symbolic' aspect of social stratification; occupational prestige, therefore, can be viewed as the symbolic status or reputation of an occupation." 5 The information about the Standard Occupational Classification in the BHPS has been obtained from Taylor et al. (2001). 0.56) corresponds to "glass products and ceramics makers" (group 590 of the Standard Occupational Classification), while the maximum corresponds to "other social and behavioural scientists" (value 85.04, for the group 291 in the SOC).
Finally, the Camsis Scale scores represent an occupational unit's relative position within the national order of social interaction and stratification. Since the Camsis scales are derived within the context of gender groupings, different scores are obtained for men and women. The male scales represent the ranking of the male occupations in a hierarchy of social interaction, and the female scales are a ranking of those of females. Thus, for instance, there is no necessary relationship between the values of an occupation on its male and female scales (although they are likely to share similar relative locations). The minimum value (13.1) in this scale is assigned to "glass and ceramics, furnace operatives" (group 823 in the SOC), while the maximum is achieved for "university and polythecnic teaching professionals" (group 230).
Empirical results

The determinants of average occupational prestige scores
In this section we assess the role played by the suffering of involuntary job separations on the measures of occupational prestige described above. Since our focus is on the whole individuals' labour career, our occupational prestige variable of interest has been Independently of the prestige variable used, the explanatory variables underlying the occurrence of IJS are, in general, statistically significant and with the expected negative sign. The only exception is constituted by the regressions which take the Camsis scale score as the dependent variable (Table 4. 3): both the ratio of IJS over the number of employment spells, and the number of IJS are only marginally significant.
On the other hand, it is the Cambridge scale score regressions which offer the best results in terms of both the significance of the relevant IJS variables and the global model adjustment (Table 4 .2). According to those latter regression results, and keeping the remainder variables constant, those workers who have ever been involuntarily job displaced suffer a reduction in their estimated prestige levels of around 3 percent along their life-course. In a similar way, significant negative impacts are also associated both to the ratio of IJS over the number of employment spells, and to the number of involuntary job separations. For instance, the last column in Table 4 .2 shows that a unit increase in the number of IJS suffered along the individual's life-course presents a nearly 2 percent reduction in the average occupational prestige. This result, therefore, means that the effects of involuntary separations depend on the existence of additional job losses following an initial displacement.
As regards the remaining explanatory variables, the fact of having no education constitutes a significant contributor to smaller average prestige levels, as well as the proportion of time spent unemployed or inactive. In fact, the higher the education level attained, the easier the individual's access to occupations associated to larger prestige levels seems to be. In addition, the average prestige scale score is reduced when belonging to the birth cohorts 1940-49 and 1950-59 , and the higher the time passed from the first entry into the labour market. Being a white individual presents a positive impact on the dependent variable, and men are able to achieve significantly higher levels of occupational prestige than women along their lives (though only when the HGS score is used).
Therefore, involuntary job separations present a long-term effect on the labour career through a reduction in the average occupational prestige. One may wonder for the size of this impact. Table 5 The observed effect is relatively small, in general. In addition, the predicted impact on the occupational prestige is greater when the dummy for involuntary job separation is used, and for the Cambridge Scale score. In particular, a 3.34 per cent decrease is obtained in this case (which corresponds to a decrease in the Cambridge score scale from 14.41 to 14.91). In order to interpret this result, we have looked up for the occupations leading to this predicted impact, according to the Standard Occupational Classification. The change from the occupation named as "Sewing machinists, menders, darners and embroiderers" (with a Cambridge Scale score of 14.74 in group 553) to that named as "Inspectors, viewers and testers of metal and electrical goods" (with a Cambridge Scale score of 14.56 in group 860) is the one which better approximates the 3.34 percent reduction in the average occupational prestige.
The remainder impacts found in Table 5 are smaller. They reach as a maximum a difference slightly larger than 2 percent when the HGS score is used, while they remain around 1 percent for the Camsis scale score. However, even though the predicted reduction detected in the average occupational prestige is small, relevant Involuntary job separations can, therefore, be considered as long-term disruptions in the labour market career. This result is linked to the empirical literature on the earnings losses of displaced workers. Long-term earnings losses have traditionally been attributed to losses in specific human capital (see, in special, Topel, 1990) . Although individuals suffering IJS work in jobs associated to only slightly lower occupational prestige levels, a relevant modification in terms of the day-to-day activities performed in the job may exist. It is likely, therefore, that workers are only able to use their general human capital in the new jobs found after the displacement, and that any of their specific human capital is lost -even that one which is only specific in the sense of being related to their previous occupation and not to their previous employer. This situation would, then, imply subsequent effects on their long-term earnings losses.
Our results are congruent too with the results obtained by Stevens (1997) . She found that a great part of the persistence in wage losses can be explained by the accumulation of job losses. In particular, those individuals suffering only one involuntary job separation presented earnings and wage losses which ranged from 1 to 4 percent after 6 or more years had passed from the job loss. In this same vein, our results show that one job separation has a general 'small' effect, which ranges from 1 to 2 percent for males without studies. However, suffering additional involuntary job separations exhibit a cumulative effect on the occupational prestige: not only is the dummy for being involuntarily job separated significant, but also are the remainder continuous variables which capture the existence of IJS. Therefore, individuals suffering more IJS will undergo more drastic changes along their future successive occupations.
That is, a 'large' and permanent effect will be observed not only on wage losses (as found by Stevens, 1997) but also on the average occupational prestige.
To sum up, the disruption created by IJS on labour careers exists and it is, in general, a small effect when workers suffer only once this type of separation. However, it is certainly not negligible when suffering more and more IJS, given the existence of a cumulative effect exherted on the average occupational prestige.
Controlling for unobserved heterogeneity
In this section, we adopt another approach to assess the effects of involuntary job separations on individual's occupational prestige levels. Specifically, we wish to estimate the effect of involuntary displacements from the previous job on the occupational prestige associated with the current job. We would also like to find out whether decreases in prestige levels are affected by the length of job separations and whether time spent in re-employment may erode that prestige penalty.
For this purpose, we exploit two of the main strengths of our data set: it covers a long period of time and contains information on all employment spells for each individual. As stated in Section 2 above, information is recorded on respondents' entire careers (from their first job to the year 1993). Therefore, for each job held, we gather its duration, the individual age at the beginning of that job, the duration of the intermediate non-employment spell existing between the previous and the current job, and the reason for separation from the previous spell (either voluntary or involuntary). Our approach is, then, to use a fixed-effects estimator to control for unobserved worker characteristics that may be correlated with displacement probabilities. For instance, if less-able or lessmotivated workers are more susceptible to layoffs, estimates of displacement effects that fail to control for individual-specific heterogeneity will be biased toward finding larger prestige losses 8 . 8 In fact, without including fixed effects, the predicted negative impact of the dummy for involuntary job separations is even larger (results of the pooled regressions are available from the authors upon request).
More specifically, given longitudinal data on workers' prestige scores and employment histories, the effects of an involuntary job separation observed for worker i at moment t-1 on prestige levels associated to the following occupation at moment t can be modelled in the following way:
where P it is the individual i's prestige score associated to the current job; X it and Z it-1 are two vectors of observable variables associated to, respectively, the current and the previous job, which potentially influence a worker's prestige at the present occupation;
λ it is a time invariant individual specific error that captures the effects of unobservable characteristics; and ε it is assumed to have a constant variance and to be uncorrelated across individuals and time. The parameters of interest (α, β, λ) are estimated using the within-group technique. This estimation method is equivalent to a simple least squares estimation of the model in which the variables are defined as deviation from their means (it consists of a generalisation of the "differences in differences" technique).
In estimating the model, some of the terms in X it and Z it-1 such as education, sex and race have been eliminated from the equation since they do not vary with time
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. The following variables are included as determinants in X it . First, we include the length of time spent into non-employment after a job separation takes place (less than 1 month, from 1 month to 6 months, from 6 months to 18 months, and above 18 months). We expect a larger prestige loss the longer the permanence in non-employment. This coefficient would reflect, then, the persistence of the displacement effects over time.
Second, dummy variables collecting tenure at the current job -up to 2 years, from 2 to 4 years, from 4 to 6 years, and above 6 years-are included in X it to reflect time spent later in re-employment: we expect that the longer the time spent with the following employer, the larger the prestige gains will be. Finally, we also include dummies collecting the age at the beginning of the current employment spell as another determinant of the prestige score associated to that occupation (up to 35 years, from 35 to 45 years, above 45 years), as well as dummies for three different temporary moments for the beginning of the current occupation (up to the year 1950, from 1950 to 1975, However, this pooled-OLS regression does not take into account the unobserved heterogeneity present in the data. 9 Given that the fixed-effects model does not yield estimates of the effects of the time invariant explanatory variables, and that trying to undertand the differences between men and women may be regarded as important, the Appendix includes the results of the estimation of model (1) by gender. As can be observed, involuntary displacements present a significantly negative effect on men's occupational prestige for whatever prestige variable considered. However, for women this impact not always exists.
beyond 1975). The vector Z it-1 includes two variables. First, we include tenure in the previous job (up to 2 years, from 2 to 4 years; from 4 to 6 years; and above 6 years of tenure). The underlying idea is that the occupational prestige in the current position may be positively correlated with the duration of the previous job. Second, we include a dummy variable indicating whether or not the worker has been involuntarily displaced from his/her previous job. Table 6 provides the estimates of the prestige equation (1) for men and the three different prestige scales used (the Hope-Goldthorpe scale score, the Cambridge scale score and the Cambridge scale score). As explained above, the estimation is by ordinary least squares, using a mean-differenced form to control for individual-specific effects.
Results obtained are similar for whatever prestige scale considered, the only difference being that the Cambridge scale score offers, in general, coefficients of higher absolute magnitude. Individuals suffering an involuntary displacement from their previous position present a reduction in the prestige level associated to the current job. This reduction is approximately 3 percent when the Hope-Goldthorpe scale is used (first column in Table 6 ), 2 percent in case that the Cambridge scale is taken as dependent variable (second column), and only 1 percent for the Camsis scale score. In any case, the prestige effects of involuntary displacements exist and they are significant.
The longer the tenure in the previous job, the larger the prestige gains are in the current occupation. For instance, compared to workers with less than 2 years of tenure in the previous job, an individual who remained with his/her employer above 6 years is estimated to enjoy an occupation with a significantly higher prestige level -which is around 2 percent independently of the prestige scale score used. Therefore, a positive relationship is found between tenure in the previous position and actual prestige gains.
Moreover, the longer the permanence in non-employment, the larger the relative prestige loss the individual incurs in. Compared to those workers who only remain 1 month in non-employment, results indicate that an individual who remains more than one and a half years in non-employment is estimated to get an occupation characterised lower prestige level; this reduction ranges from 5 percent when the Hope-Goldthorpe or the Cambridge scale score are used, to nearly 3 percent when the Camsis scale is taken as a dependent variable. However, at the same time, the longer the time spent with the current employer, the larger the prestige gain. Compared to those workers with short job tenure (2 years or less), an individual who keeps working more than 6 years is estimated to enjoy an occupation with an increase in its associated prestige ranging from 2 to 5 percent (depending on the prestige scale considered). Note that this prestige gain is higher the larger the tenure of the current job, as expected. Therefore, though the impact of past non-employment duration implies the existence of prestige losses, this nonemployment incidence is found to have a temporary penalty effect, since it disappears after workers re-enter into employment.
Finally, compared to the youngest workers (those up to 35 years-old), individuals above 35 are able to enjoy occupations associated to significantly higher prestige levels, and especially for those above 45 years-old. This improvement ranges from 3 to 6 percent for those aged from 35 to 45 years-old, while it reaches even a nearly 8 percent increase for the eldest workers. 
Conclusions
In this article we have used work-history data from the British Household Panel Survey in order to empirically analyse the effects that involuntary job separations (IJS) present on labour careers. Since no data on wages are available -a common shortcoming for researchers trying to test the predictions from the theory of career mobility-several occupational prestige scales have been applied -in particular, the Hope-Goldthorpe Scale, the Cambridge Scale and the Camsis scale. We have estimated the determinants of the mean occupational prestige along the whole individuals' career. In addition, we have presented a fixed-effects model in order to control for the existence of unobserved heterogeneity. Results with different definitions of IJS show that individuals who have experienced at least one involuntary displacement tend to have a significantly lower prestige level across their whole work-life individual career, which is larger for individuals without studies and for those who have stayed more time unemployed or inactive. Moreover, we have found that additional IJS present a cumulative negative effect, eventually leading to larger decreases in the occupational prestige. Although the prestige reduction is 'small', it is certainly associated to drastic changes in the activities performed on-the-job. Therefore, little reductions in the prestige scale are hiding important losses in the specific individuals' human capital. Our empirical findings when implementing panel estimation techniques in order to control for unobserved heterogeneity go in a similar direction. Even after controlling for individual fixed effects, those individuals who have been involuntarily displaced from the previous job tend to be employed in occupations associated with lower prestige levels.
Therefore, our analysis helps to explain why displaced workers suffer from relevant earnings losses in spite of enjoying a similar labour market attachment in the long-term as non-displaced workers (see Rhum, 1991) . In addition, our results are coherent with those obtained by other authors (Stevens, 1997) , who find that earnings losses are concentrated on those workers who suffer several involuntary job separations.
Therefore, our research casts new light on the long-term effects of IJS, which go beyond the mere earnings and wage losses widely analysed in the literature, in order to focus, instead, on the occupations held by individuals along their whole careers. 1950 -1959 
